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Abstract
This study investigated motivational variables and staff productivity among library
staff in Federal University of Technology, Owerri (FUTO). The study investigated
the various levels of motivational variables and staff productivity and their
relationships between the variables. The study adopted a correlational study. The
population of the study consisted 106 library staff made up of professionals and
para professionals. The instrument used for data collection was the rating scale.
Data collected were analyzed using Pearson Product Moment Correlation (PPMC)
to answer the research questions while the hypotheses were tested at 0.05 alpha
level using t-test statistics. Findings of the study are that: the level of staff
productivity is high; there is a significant positive relationship between the
financial incentives provided to library staff and their productivity; there is a
significant positive relationship between the training given to library staff and their
productivity; there is a positive relationship between effective communication with
library staff and staff productivity and there is a relationship between leadership
style and staff productivity. The recommendations were that: the tempo of the
motivation should be sustained and improved so that the staff will continue to be
productive; government at all levels and other proprietors (in the case of private
owned libraries) should ensure that the library staff are motivated by giving them
financial incentives; regular training of library staff; university library
administrators should constantly ensure that they communicate effectively with the
their subordinates and library leaders should adopt leadership styles that will
motivate if not all staff but more of the library staff to enhance high productivity.
(Keywords – Motivation, Financial Incentives, Communication, Training, Leadership
Style and Productivity).
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Introduction
The quest for high productivity is a need for every organization, be it private or
public. Any establishment without a high rate of productivity cannot achieve its goals
and may even stand the chance of collapsing. The motivation variables dwell mainly
on the fundamental necessities needed to bring about the desired magnitude of success
and increase in productivity of the staff. It has been observed that the level of
motivation variables adopted in an establishment is undoubtedly known to be the
difference between progress and regress in such an establishment.
The duty of an academic librarian is to satisfy the library users, and this task
cannot be accomplished without the cooperation of the library staff responsible to
rendering such services. This then brings about the need to actuate these library
employees with the necessary motivational measures to induce the desired service to
its clients. Onwubiko (2004) states that to achieve high volume and quality work and
not create human relations problems, librarians have to motivate employees. To drive
this point home, Tella, Ayeni and Popoola (2007) on strategies of motivational staff,
listed the following measures; salary, wages and condition of service, money, staff
training, information availability and good communication. They believe that in using
salary as a motivator, personnel managers should consider job rates; as it relates to the
importance the organization attach to each job payment which encourages workers or
groups by rewarding them according to their performances.
Furthermore, many motivational measures are adopted in various libraries but
the issue is whether or not these variables are effective, and circumstances under
which they can succeed. A review of other research works on these motivational
2

measures carried out by researchers yielded surprising evidence about the
effectiveness of motivational programmes and the element behind success in our
libraries cannot be over emphasized in that no library can function effectively without
the human resources and these are people that should be motivated to ensure high
productivity. Frank (2007) believes that workers are lured away by organizations that
offer them better packages and librarians are no exemptions. A librarian prefers to
work in organizations that give attractive and high pay. It is the responsibilities of
universities to initiate policies and programmes which will help to attract, retain, and
develop the right quality and quantity of library staff. There should be proper
motivation that will attract this calibre of personnel. The motivational variables should
be able to withstand the rigours of personnel grievances and public criticism and at the
same time have the capabilities to attract and retain competent personnel.
Library is a complex organization that has its own set objectives. It has its
hierarchical structure, official decision making processes, institutional policy and
routines, to enable it to achieve set goals. The situation in the library has changed
dramatically in the last few years. The range of leadership skills required of library
managers is greater than ever. Staff have to learn to think and live in different ways.
There should be a balance between middle and lower level staff, and a less rigidly
hierarchical structure that should result in much more effective organizational
performance. Effective leadership generates increased motivation and effort. Greater
motivation and effort are factors that lead to high organizational performance.
It is also important to ensure that the prevailing pay in other library or
information establishments is taken into consideration in determining the pay structure
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of the organization. If the library staff are dissatisfied with work and not motivated,
then the patrons are sure to be dissatisfied with the library services, which will in turn
affect the productivity of the library as an establishments. Library staff should
however, be motivated through the motivation variables so as to enhance the
productivity of the library as an establishment and also encourage commitment to duty
by staff in attainment of the organizational goal. It is therefore the intention of this
work to study the place of motivation in the productivity of library staff.
Purpose of the Study
The general purpose of the study is to establish a relationship between
motivational variables and staff productivity in the library of Federal University of
Technology, Owerri. Therefore, the specific objectives of the study are:
1. establish the level of staff productivity in Federal University of Technology
Owerri Library;
2. determine the relationship between financial incentives are provided and
staff productivity in FUTO;
3. ascertain the relationship between training and staff productivity in FUTO;
4. determine the relationship between communication and staff productivity in
FUTO; and
5. establish the relationship between the leadership style and staff productivity
in FUTO;
Research Questions
The following research questions are posed for the study:
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1. What is the level of staff productivity in Federal University of Technology,
Owerri library?
2. What is the relationship between financial incentives and staff productivity
in FUTO?
3. What is the relationship between training and staff productivity in FUTO?
4. What is the relationship between effective communication and staff
productivity in FUTO?
5. What is the relationship between leadership style and staff productivity in
FUTO?
Hypotheses
These null hypotheses are formulated at 0.05 significant level to guide this
study:
H01: There is no significant relationship between financial incentives and staff
productivity in FUTO.
H02: There is no significant relationship between training and staff productivity in
FUTO.
H03: There is no significant relationship between effective communication and
staff productivity in FUTO.
H04: There is no significant relationship between leadership style and staff
productivity in FUTO;
Literature Review
The concept of motivation is stated by Onwubiko (2004) as primarily
concerned with what energizes human behaviour, directs or channels such behaviour,
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and how this behaviour is maintained or sustained to achieve organizational goals in
improved staff production and low turnover. Adeyemo (2000) went on to state that,
there are basic assumptions of motivation practices by managers which must be
understood. First, that motivation is commonly assumed to be a good thing. One
cannot feel very good about oneself, if one is not motivated. Secondly, motivation is
one of the several factors that go into a person’s performance. Managers know what
drives the people tick. Motivation by way of incentive can also be conceived of as
whatever it takes to encourage workers to perform by fulfilling or appealing to their
needs.
According to Palmer (2013), we are motivated by a whole range of factors
namely: financial rewards, status, praise and acknowledgment, competition, job
security, public recognition, fear, perfectionism, result… when asked what brought
about lack of motivation at work, the majority of people in research carried out by
Herzberg blamed hygiene ‘factors’ such as working conditions, salary and company
policy. Also when asked what motivated them, they gave answers such as ‘the sense
of achievement’, ‘recognition’, the opportunity to grow and advance and greater
responsibility.
Financial incentives are an extrinsic type of motivation, which is induced by
external factors which are primarily financial in nature e.g. (good pay, salary, bonus,
overtime allowances etc.). These incentives have been a subject of debate, whether
they really motivate the employees or simply move them to work. Extrinsic
motivation (incentives) encourages staff to complete their task in order to receive their
rewards. It encourages risk taken and makes people do extra ordinary things.
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According to Cruz, Perez and Cantero (2009), extrinsic motivation can be categorized
as a set of monetary rewards which is given directly to employees through salary and
incentives or provided indirectly through contributions to employees’ benefit plans
such as medical benefits and life insurance. The strategies of motivating staff were
listed by Tella, Ayeni and Popoola (2007) as; salary, wages and condition of service,
money, staff training information availability and communication. They believe that in
using salary as a motivator, personnel managers should consider job rates; as it relates
to the importance the organization attaches to each job payments which encourages
workers or groups by rewarding them according to their performance. They asserted
that money possesses significant motivating power.
Organizations today face the task of creating a positive and motivating work
environment for its employees. As a service organization, the library cannot do
without periodic training and re-training of their workers to be dynamic enough to
cope with the changing needs of the public who make up their user population.
Yesufu (2000) further opined that training of personnel enhances productivity, serve
as a useful means of upgrading the human intellect and skills for productive
employment. Yaya, Uzohue and Akintayo (2016) stated that training given to library
staff did not correlate significantly with their productivity. Ajidahun (2007) observed
that training of staff enhances productivity and performance. Staff training is an
indispensable strategy for motivating workers.
Communication cuts across all managerial areas. No managerial activity can
occur without communication. To explain to subordinate staff how they ought to do
something, to write a memo for a job, all involve communication (Lulsegged &
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Nwankwo, 2011). In his own view, Olajide (2000) declared that one way managers
can stimulate motivation is to give relevant information on the consequences of their
actions on others. Tella, Ayeni and Poopola (2007) revealed that there is no known
organizations in which people do not usually fell, there should be improvement in the
way departments communicate, co-operate and collaboration with one another.
Information availability as a strategy of motivation brings to bear a powerful peer
pressure, where two or more people running without awareness of the pace of the
other runner. By sharing information, subordinates compete with one another.
Otagburuagu (2012) found out that effective communication with library staff by the
administrator had a significant relationship with the productivity of these library staff.
Leadership has, however, assumed greater importance in today’s organizations
including the library because of emergent force of globalization, technological
innovations and workers expectations (Nwaigwe, 2015). Is’haq (2008) reported that
intellectual stimulation leaders is the one that shows the degree to which he provides
encouragement to his subordinates to be creative in looking at old problems in new
ways, create an environment that is tolerance of seemingly extreme positions, and
nurture people to question their own values and beliefs and those of organization.
Three basic leadership styles can be defined as follows: autocratic, democraticparticipative and free-rain/laissez faire. In a study carried out by Otagburuagu (2012)
it was discovered that leadership style with library staff by the administrator had no
significant relationship with the productivity of these library staff.
Productivity is conceptualized to mean the ability to produce an item or service
in the organization. Also, it refers to all efforts that an individual employee exerts
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towards the general production of goods and services of the organization with the least
input of skills, labour, material, and machines. Locke (2000), on increasing staff
productivity stated that it means more than increasing output means that capital
equipment and men are fully utilized, that goods are being produced more cheaply
because overheads are lower in addition to the lower capital cost per unit produced.
Robles (2000) opined that people are most productive when their work matches their
thinking style, occupational interest and behaviourial traits. It is believed that when
good motivational variables are applied in an organization be it a library, it leads to
not just higher staff job productivity alone, but improved quality, increased initiative,
better team work, positive response and enhanced motivation, when a library staff is
not motivated, the issue is that he or she may leave this job for a better place (Robles,
2000). Yaya, Uzohue and Akintayo (2016) discovered that librarians’ level of
productivity is high in public universities in Nigeria.
Research Methodology
This study adopted both case study and correlational design. The study is a case
since it is focused on FUTO library staff. The population of the study is one hundred
and six (106) library staff of Federal University of Technology Owerri. It is made up
of the professional and para-professional library staff. The instrument that was used to
collect data for this study is a researcher-made rating scale developed based on the
research questions. In analysing the data collected from the study, the researcher used
intervals of the rating scores corresponding the rating scale options to answer research
question one and Pearson Product Moment Correlation Coefficient (PPMCC) to
answer the other research questions. The test of significance for the hypotheses was
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done at 0.05 alpha level using t-test statistical tool. Decision Rule: If p-value≤0.05,
reject null (H0) and accept the alternative (HA).
Data Analyses and Presentation
Research Question 1: What is the level of staff productivity in Federal University of
Technology Owerri library?
Table 1: Level of Staff Productivity in FUTO Library.
S/n

Items

Remark

1.

Proper charging and discharging of books

2.64

0.80

HE

2.

Assisting users to retrieve information materials

2.69

0.71

HE

3.

Fast retrieval of information online

2.83

0.83

HE

4.

Cataloguing and classification

2.68

0.80

HE

5.

Prompt collection of overdue fines

2.51

0.81

HE

6.

Reference services

2.72

0.98

HE

Overall Mean

16.06

2.94

The mean and standard deviation of staff productivity is presented in Table 1.
The mean rating score of the staff productivity is 16.06, the standard deviation is 2.94,
while the number of staff whose productivity are rated is 106. This mean is above the
expected mean rating of 15. The item by item mean scores that proper charging and
discharging of books has a mean score of 2.64, assisting users to retrieve information
materials (2.69), fast retrieval of information online (2.83), cataloguing and
classification (2.68), prompt collection of overdue fines (2.51) and reference services
(2.72). This mean rating shows that the library staff’s level of productivity is at a high
extent. This shows that majority of the respondents indicated that the library staff are
productive.
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Research Question 2: What is the relationship between financial incentives and staff
productivity in FUTO?
H01: There is no significant relationship between financial incentives and staff
productivity in FUTO;
Table 2:
Extent of Relationship between Financial Incentives and Staff Productivity
Variable

n

SP

106 18.17

2.27
.84 0.71 15.79

FI

106

16.07

104

1.96

0.000

2.94

Table 2 presented the coefficient of correlation between staff productivity and
financial incentives. The mean rating score of financial incentives given to the library
staff to motivate them is 16.07 and the standard deviation is 2.94. This mean is below
the expected mean rating of 15. This mean rating shows that the library staff are not
provided financial incentives as expected. The small standard deviation of 2.94
indicates that the rating scores of the library staff on the financial incentives provided
to them are homogenous or spread around the mean and tends towards high extent.
This shows that the majority of the library staff indicate that the financial incentives
provided to them is high. The coefficient of correlation between staff productivity and
financial incentives is .84. This coefficient indicates that there is a positive
relationship between staff productivity and financial incentives. That is the higher the
financial incentives, the more productive the library staff will be or as financial
incentives increase the staff productivity will also increase.
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The calculated t-value of 15.79 which is greater than the tabulated t-value of
1.96 and the p-value of 0.000 which is less that the significant value of 0.05 showed
that the coefficient of correlation is significant. This shows that there is a significant
relationship between the financial incentives provided to library staff and their
productivity. The coefficient of determination of 0.71 indicates that 71.0% of variation
in staff productivity is accounted for by financial incentives, while other motivational
factors account for the remaining 29.0% of the variations.
Research Question 3: What is the relationship between training and staff productivity
in FUTO?
H02: There is no significant relationship between training and staff productivity in
FUTO.
Table 3: Extent of Relationship between Training and Staff Productivity
Variable
SP

106

18.17

2.27
.37 0.07

Training

106

4.06

104

1.96

0.005

14.33 1.95

Table 3 presented the coefficient of correlation between staff productivity and
training. The mean rating score of training given to the library staff to motivate them
is 14.33, the standard deviation is 1.95, while the number of staff who rated the
training is 106. This mean is above the expected mean rating of 15. This mean rating
shows that the library staff are given training as expected. The small standard
deviation of 1.95 indicates that the rating scores of the library staff on the training
provided to them are homogenous or spread around the mean and tends towards high
extent. This shows that the majority of the library staff indicate that the training
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provided to them is enough. The coefficient of correlation between staff productivity
and training is .27. This coefficient indicates that there is a positive relationship
between staff productivity and training. That is the more the library staff are given
training, the more productive they will become.
The calculated t-value of 2.86 which is greater than the tabulated t-value of
1.96 and the p-value of 0.000 which is less that the significant value of 0.05 showed
that the coefficient of correlation is significant. This shows that there is a significant
relationship between the training given to library staff and their productivity. The
coefficient of determination of 0.07 indicates that 7.0% of variation in staff
productivity is accounted for by training given to them.
Research Question 4: What is the relationship between communication and staff
productivity in FUTO?
H03: There is no significant relationship between communication and staff
productivity in FUTO.
Table 4: Relationship between the Levels of Communication and Staff
Productivity
Variable
SP

106 18.17 2.27
.26

EC

106

0.07

2.75

104

1.96

0.007

16.67 2.45

Result of analysis in Table 4 presented the coefficient of correlation between
staff productivity and effective communication. The mean rating score of effective
communication between library staff and the library administrators is 16.67, the

13

standard deviation is 2.45, while the number of staff who rated the training is 106.
This mean is above the expected mean rating of 15, showing that the communication
is as effective as expected. The small standard deviation indicates that the rating
scores of the library staff on effective communication is homogenous or spread around
the mean and tends towards high extent. This shows that the majority of the library
staff indicate that the communication between them and library administrators is
effective.
The coefficient of correlation between effective communication and staff
productivity is .26. This coefficient indicates that staff productivity is positively
related to effective communication with a Pearson correlation coefficient of .26 and
the significance value of 0.00 is less than 0.05. This significance value (0.00) tells us
that the probability of getting a correlation coefficient of .26 in a sample of 106 library
staff if the null hypothesis were true (that is, there was no relationship between
effective communication and staff productivity) is very low or zero. Hence, there is a
positive relationship between effective communication with library staff and staff
productivity. As the effective communication increases staff productivity also
increases. The coefficient of determination of 0.07 indicates that 7.00% of variation in
staff productivity is accounted for by effective communication.
Research Question 5: What is the relationship between leadership style and staff
productivity in FUTO?
H04: There is no significant relationship between leadership style and staff
productivity in FUTO.
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Table 5: Relationship between Leadership Style and Staff Productivity
Variable
SP

106 18.17 2.27
.28

LS

0.08

2.97

104

1.96

0.003

106 14.25 1.92

The coefficient of correlation between leadership style and staff productivity in
FUTO is presented in Table 5. Data in the table revealed that the coefficient of
correlation between leadership style and staff productivity among library staff is .28.
This coefficient indicates that staff productivity is positively related to leadership style
with a Pearson correlation coefficient of .28 and the significance value of 0.03 is less
than 0.05. This significance value (0.03) tells us that the probability of getting a
correlation coefficient of .28 in a sample of 106 library staff if the null hypothesis was
true (that is, there was no relationship between leadership style and staff productivity)
is very low or close to zero. Hence, there is a genuine relationship between leadership
style and staff productivity. As the leadership style increases staff productivity also
increases. The coefficient of determination of 0.08 indicates that 8.00% of variation in
staff productivity is accounted for by leadership style.
Discussion of Findings
The findings of the study on library users’ mean rating of library staff
productivity in Federal University of Technology Owerri library revealed that the
productivity of library staff is at a high extent. Their mean rating is below the
expected mean and as a result indicates high productivity on the part of the library
staff. This finding is agreement with the finding of Yaya, Uzohue and Akintayo
(2016) that librarians’ level of productivity is high in public universities in Nigeria.
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The findings of the study on the relationship between financial incentives and
staff productivity revealed that there is a significant relationship between the financial
incentives provided to library staff and their productivity. The findings showed that
the higher the financial incentives, the more productive the library staff will be or as
financial incentives increase the staff productivity will also increase. These findings
are in line with the findings of Obeidat (2015) that there is significant relationship
between financial incentives, moral incentives and job productivity of the library staff
in the academic libraries studied. Popoola (2007) asserted that money possesses
significant motivating power,
The findings of the study on the relationship between training and staff
productivity revealed that there is a significant relationship between the training
provided to library staff and their productivity. The findings showed that the higher
the training provided, the more productive the library staff will become or as training
increase the staff productivity will also increase. These findings are contrary to the
findings of Yaya, Uzohue and Akintayo (2016) that training given to library staff did
not correlate significantly with their productivity. Yesufu (2000) opined that training
personnel enhances productivity. Ajidahun (2007) observed that training of staff
enhances productivity and performance.
The findings of the study on the coefficient of correlation between effective
communication and library staff productivity revealed that there is a positive
relationship between effective communication with library staff and their productivity.
As the effective communication improves staff productivity also improves. These
findings are in line with the findings of Otagburuagu (2012) who found that effective
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communication with library staff by the administrator had a significant relationship
with the productivity of these library staff.
The finding of the study on the coefficient of correlation between leadership
style and library staff productivity revealed that there is a positive relationship
between leadership style with library staff and their productivity. As the leadership
style improves staff productivity also improves. This findings are contrary to the
findings of Otagburuagu (2012) who found that leadership style with library staff by
the administrator had no significant relationship with the productivity of these library
staff.
Recommendations
Based on the findings of the study, the following recommendations are made:
1. The tempo of the motivation should be sustained and improved so that the staff
will continue to be productive.
2. Since, financial incentives correlates perfectly with staff productivity,
government at all levels and other proprietors (in the case of private owned
libraries) should ensure that the library staff are motivated by giving them not
only the ones that are positive but other incentives such as financial reward for
performance, payment of medical bills and regular bonuses should also be
given.
3. The university administrators should ensure that librarians are regularly trained
in the form of in-service training, on-the-job training, refresher courses,
leadership training and adequate opportunity for continuing education, since,
training has a significant relationship with staff productivity.
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4. The university library administrators should constantly ensure that they
communicate effectively with the their subordinates so as to improve their
productivity.
5. Library leaders should adopt leadership styles that will motivate if not all staff
but more of the library staff to enhance high productivity.
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